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With 45 million euros in sales and 96.506 people as of 2021, Vodafone is one of the biggest telecommunications corporations in the world. Company has commercial ties to Asia, South Africa, and Europe. Company brand worth through 2021 is 21.83 billion US dollars, and it is now placed 8th among the world's most valuable telecommunications brands (Alsop, 2022)

The purpose of this research is to observe and comprehend how the organizational culture, structure, and leadership styles affect the productivity, engagement, and success of the workforce at Vodafone Group PLC.
[bookmark: _Toc111419606]Vodafone company culture
The organisational culture affects how workers work together and interact with one another. The cultural matrix is made up of many values, ideas, and symbols that influence how employees behave, interact with their work, and perform. Different levels of culture exist:
· National tradition. It concerns nationality models and cultural processes.
· Organizational culture: This culture refers to a company's internal cultural dynamics.
· Group culture: It discusses the differences between various groups based on gender, race, generation, and religion.
· Functional culture: This culture is concerned with how well various groups of people from various cultures operate together.
· Team culture: This demonstrates how individuals from various cultures should cooperate and work together.
· Individual culture: It expresses the fundamental components of interpersonal and intercultural culture.
Employees who work for a company with a strong corporate culture share similar ethical values and views and cooperate. To create highly effective teams, management must match these ideas and values with the objectives of the business. The employees of the organisation are aware of what is expected of them, how their work will be assessed, and what bonuses they may be eligible for. Employee performance and motivation are impacted by organisational culture in a variety of ways. Employees who feel like they belong at work put in more effort to meet company objectives. The many cultures within the company have an impact on how well employees perform. Organizations should aim to hire people who are in line with the corporate culture in terms of their values and beliefs when conducting recruitment campaigns. This guarantees a new hire's smoother integration and strengthens organisational culture.
Businesses all across the world are attempting to become more mobile and global. Vodafone, one of the top worldwide telecommunications firms, is one of the few businesses to take use of this. It is crucial to see how they imaginatively utilise the area to establish a fresh work culture. The management of Vodafone works to establish a workplace that serves as an illustration of a mobile work style, makes use of the strength of common knowledge, retains the best people, recruits new ones, and shows the power of Vodafone as a brand.
Steelcase Applied Research & Consulting (ARC), a sizable consulting firm, has been chosen by Vodafone to advise them on this significant shift in work culture and assist them in identifying new alternative work practises (AWS).
AWS leverages mobility and knowledge to simultaneously increase personnel and real estate efficiency, but this causes significant organisational changes, raising the question of how prepared the business is for these changes. Many businesses are hesitant to alter their fundamental nature. A business must adhere to certain guidelines if it truly intends to make significant changes: All levels of staff must participate, management must be actively involved, a workplace decision must be made before implementation, and the transition must be successfully managed.
To determine whether Vodafone is open to and prepared for a technology change, the way business is done, and human resources, the ARC team collaborates with Vodafone's management and employees using its techniques of diagnosis and consumer engagement. The evaluation of staff contributions through seminars, interviews, and studies carried out by the ARC was a crucial step in the planning process. To determine the culture that each stakeholder in the firm prefers and to spot discrepancies between employee and management opinions, ARC identifies the company's culture in depth. Management and workers at Vodafone placed more emphasis on innovation and collaboration than on a market-oriented mentality. They highlighted the following: encouraging collaboration and communication, emphasising Vodafone's products to experience the brand, fostering a sense of community, providing opportunities for social engagement, encouraging a healthy lifestyle, and providing a "wow" factor.
The goal of Vodafone is to be a reliable partner. To do this, firm employees must be driven to improve the quality of life for their coworkers, customers, and communities. to be receptive to fresh concepts and to provide clients with solutions. No matter where they work at Vodafone, the employees are all one team and foster a workplace where everyone can be themselves. The company's "Spirit of Vodafone" culture includes a dedication to inclusivity at all levels, from top management to every employee.
Although Vodafone is renowned for its technology, it is people who drive the company's growth. Numerous concerns about the technology brand and the leading role that the corporation ought to play emerged throughout the global epidemic. Here are some significant queries for the business: Does she go far enough to ensure that nobody is left behind? Have you taken steps to lessen your environmental impact? Does he make every effort to advance society? Together We Can, the company's new positioning statement reflects Vodafone's vision that by combining technology and humanity to find solutions, humanity will have a better future.
The culture at Vodafone is open to anyone. Customers, employees, business partners, shareholders, and the communities Vodafone works with will all benefit from fostering a culture that celebrates and respects individual diversity between them.
They support equal chances in employment and advancement for all people, regardless of gender, marital status, age, ethnicity, nationality, religion, or sexual orientation. They also do not tolerate any form of injustice.
Vodafone welcomes employment applicants from a variety of backgrounds to apply. The business fosters a diverse and cooperative workplace environment where employees' trustworthiness, quickness, and ease of use are valued, which benefits customers.
[bookmark: _Toc111419607]Vodafone's Organisational Structure
The organisational structure of Vodafone is centralised. Business management policies and plans are created by the board of directors and chairmen. They also result in changes within the business. Using this structure, it is simple and straightforward for the business to develop standard norms and processes for the corporation overall performance. Profitability and administrative reductions are simpler to achieve in a centralised company structure.
To efficiently carry out the corporate strategy, Vodafone telecom constantly modifies its organisational structure. The business aims to: 
· Pay more attention to regional markets.
· Expand its ability to provide corporate services.
· Run the business as a single entity.
· Make decisions more responsible and simple.
The organisational structure of Vodafone is shown in the picture below:
[image: The diagram illustrates the organization structure of Vodafone.]Fig.1: Vodafone Organisational Structure

One approach to present Vodafone's organisational structure is as a set of power hierarchies. This centralised structure will mostly define how the organisational functions are carried out. The people responsible for supervising the several operational facets of the firm are members of management teams. Executives are in charge of a range of duties, including planning, managing, and coordinating. The level at which these operations are carried out will depend on how competent the managers are. If these tasks are efficiently handled, the organization will achieve efficient operations and productivity (Bat and Yalcin, 2015).
The company's highly qualified executive board has traditionally been associated with Vodafone UK's profitability and subscriber base growth. The administrative team is composed of highly skilled and knowledgeable people.

The current organisational structure is set up to encourage participation among the many organisational departments. This connection enhances dependability and flexibility across roles and functions.
The company's organisational structure is also characterised by the information flow that occurs in both directions. The organisational structure supports information sharing and communication processes at all levels.
[bookmark: _Toc99236563]Executives have access to operational systems that the business frequently uses to make choices thanks to the two-way information flow. Additionally, it ensures that the operational team is informed of corporate policies and decisions. In addition, two-way communication promotes trust across all levels of personnel. This trust ensures that people feel inspired, which promotes creative thinking. Loyalty also promotes a sense of belonging among employees, making them feel like a part of the business.
[bookmark: _Toc111419608]Organisational structure performance 
After becoming one of the largest telecom companies in the world, the Vodafone Company has managed to withstand market upheavals. The company has always embraced continuous improvement, which has helped it advance to the point where it can support innovation and expertise. Vodafone is a well-known global telecommunications organisation that has grown to new heights as a result of the dedication of its staff. Each stage of the evaluation process for each employee is closely monitored.
The initial stage of this corporate culture at Vodafone is strategic planning. Based on skill performance, management plans everyone's vital tasks. The business should simultaneously uphold its mission and vision. The duties are in line with the firm's overall aim (Mullins and Mclean, 2019).
The next stage of Vodafone's organisational structure performance is effective leadership. Each task is explained to the person, and ongoing communication in both directions is advised. Initial resistance from employees should be expected by managers, but leadership can build personal trust and set incremental targets. The group also provides assistance in minimising distractions and keeping attention. Eventually, the effectiveness of the organisation is evaluated, and the person is given the necessary criticism without offending anyone.
Managers stay in constant contact with their staff members since communication is crucial to employee engagement. Through emails, social media groups, and conversation portals, they have stayed in touch, and the administration is constantly promoting the values. Management informs everyone and asks about any problems that might have developed throughout the performance. The managers address the challenges that arise and propose appropriate solutions (E  Wight Bakke and Argyris, 2020).
The success of the organization's overall structure depends on progressive and team-focused leadership skills. If necessary, the leadership gives the subordinates decision-making authority and pays them for their work. The performance of each employee is appropriately acknowledged and encouraged. Vodafone carefully studies the topic of adaptability, and the business's representatives believe that even with the right amount of workplace flexibility, the corporation may gain more from employee success. A proper work-life balance is provided for each employee. The company always adheres to its basic principles, and the culture is successfully created by using the right procedures. Staff members are surveyed for input, and problems are fixed to prevent a recurrence.
The MBO (management by objectives) methodology is used to properly document each step of these operations, and personnel are graded for each phrase on a scale of 1 to 10. The top accomplishments are acknowledged and suggested for advancement. The other employees of the company are motivated by this strategy, which consistently produces better results. Tables and numbers are presented to the staff as needed, and specific areas of inaccuracy are recorded for future improvement to prevent the recurrence of inconsistent results.
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